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Abstract
　In a dynamic and rapidly changing global business environment, selecting, developing, and retaining peo-
ple who are able to perform well at home as well as overseas, is one of the most difficult challenges for 
multinational corporations (MNCs). Previous research has produced a long list of expatriate success predic-
tors, yet in many cases they lack consistency or consensus, and they are not always performance tested. 
Furthermore, the nationalities of the samples employed in previous studies are mainly from the U.S. or 
North-Western Europe, limiting the generalizability of findings to other global regions such as East Asia.
　The objective of this study is to examine the relationship of individual and non-work related differences 
relevant to Japanese expatriate managers’ selection process, and to offer empirical evidence for their rele-
vance in predicting expatriates’ job performance. Examples of the individual factors include previous 
overseas assignments, language proficiency and pre-departure willingness to work in the country of assign-
ment. Examples of non-work related factors include family situation.
　A questionnaire survey was conducted and data from 435 Japanese expatriate managers working at 37 
Japanese subsidiaries in ASEAN countries (i.e., Singapore, Malaysia, Philippines, Thailand, Vietnam, and Indo-
nesia) were analyzed through multiple regression analysis. Consistent with previous research, the results 
indicate that previous overseas assignments, English language proficiency, and pre-departure willingness to 
work in the country of assignment were predictive to Japanese expatriates’ job performance in ASEAN 
countries. In contrast, local language proficiency and family situation (i.e., relocating to overseas with family 
members vs. relocating to overseas alone) were found not to relate to expatriates’ job performance.
　In order for Japanese MNCs to be more confident when selecting expatriates by making their decisions 
based on empirical findings using Japanese data rather than generalizing the results of research conducted in 
other countries, implications regarding the selection criteria and tools to be used by MNCs are also discussed.



























As globalization progresses, the need to deploy people in different locations all over the 
world is increasing. According to Mercer’s 2008/2009 Benefits Survey for Expatriates and 
Globally Mobile Employees, the number of employees on international assignments almost dou-
bled from the period between 2006-2008. Moreover, according to PricewaterhousCoopers’s 2010 
Report for Talent Mobility 2020, the number of the international assignments will increase by 
50% by 2020. The same source reported that the average number of the host locations per 
organization is also increasing and is estimated to grow by 50% by 2020. These statistics are 
not only a clear indication of the continuing trends toward globalization, but they clearly point 
to the increasing need of organizations for people able to move and perform well anywhere in 
the world.
The transfer of personnel, from the parent firm country to foreign subsidiaries for longer 
than six months, hereafter referred to as expatriates, is necessary for a number of reasons 
such as technology transfer, coordination and control of local subsidiaries by the parent firm, 
and personal development (Edstrom and Galbraith, 1977; Harzing, 2001). This process, as much 
as it is critical for the success of multinational corporations’ (MNCs) overseas operations, 
involves a large number of difficulties. Besides carrying out a specific task assigned by the 
company, this category of people has to live far away from home, adapt to an unfamiliar envi-
ronment, interact with people from different cultural backgrounds, and quickly respond to the 
frequent changes of the global market conditions (Briscoe and Schuler, 2004). Managers who 
are unable to develop these skills or companies that are unable to develop such capable manag-
ers are at risk of being unsuccessful in today’s global arena (Black, Gregersen, Mendenhall, and 
Stroh, 1999). Therefore, the global dimension of management makes it imperative for both 
researchers and practitioners to understand what determines expatriate success or failure and 
what human resource management (HRM) practices may help expatriates succeed.
The existing literature on expatriates has produced a long list of expatriate success predic-
tors, which in many cases lack consistency and consensus amongst each other (Mol, Willemsen, 
and Van derMolen, 2005) and are not performance tested (Shay and Baack, 2004). Further, the 
nationalities of the samples employed in previous studies are mainly from the U.S. or North and 
Western Europe, limiting the generalizability of the findings to other global regions such as 
East Asia (Collings, Scullion, and Dowling, 2009; Mol et al., 2005; Nicholson and Imaizumi, 1993). 
Careful selection of candidates is the first step to enable a successful overseas assignment and 
to ensure global leadership development (Black et al., 1999; Pucik and Saba, 1998). Despite the 
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large list of characteristics of successful expatriates, previous research has identified technical 
skills as the most commonly used criteria for selection of expatriates (Fukuda and Chu, 1994; 
Suutari and Brewster, 2001; Tung, 1981).
According to the Japanese Ministry of Foreign Affairs’ (MOFA) Annual Report of Statis-
tics on Japanese Nationals Overseas, the number of Japanese nationals working for Japanese 
companies overseas in FY 2010 was 231,827, an increase of 44% from FY 2000 to FY 2010. 
More than half (59%) of these people were working in Asia. While there is a large amount of 
research on the transfer and adaptation of Japanese International HRM practices, less attention 
has been dedicated to personal characteristics and job performance among Japanese expatri-
ates.
Considering the scarcity of existing research, the primary objective of this paper is to 
examine a number of individual and non-work related differences relevant to Japanese expatri-
ate managers’ selection process and to offer empirical evidence for their relevance in predicting 
expatriates’ job performance. The paper begins with an overview of the antecedents of expatri-
ate success and selection criteria used by MNCs. Next, using the survey data from 435 
Japanese expatriate managers in six major ASEAN countries (i.e., Singapore, Malaysia, Philip-
pines, Thailand, Vietnam, and Indonesia), the proposed hypotheses are tested by using multiple 
regression analysis. Findings and implications are then discussed.
2. PREVIOUS RESEARCH
2.1  Antecedents of Expatriate Success
Research on expatriates has produced a long and overlapping list of antecedents of expa-
triate success. Mendenhall and Oddou (1985) proposed four dimensions related to successful 
expatriate acculturation: self-oriented dimension, other-oriented dimension, perceptual dimen-
sion, and cultural-toughness dimension. Hiltrop and Janssens (1990) have classified success 
factors into three categories: personal characteristics of the expatriate, characteristics of the 
expatriate’s family, and subsidiary-parent company relations. Using adjustment as the outcome 
measure of interest, Black, Mendenhall and Oddou (1991) have identified four categories: job 
factors (i.e., role clarity, role discretion, role conflict, role novelty), organization factors (i.e., 
supervisor support, coworker support, logistical support), non-work factors (i.e., culture novelty, 
spouse adjustment), and individual factors (achievement self-efficacy, social self-efficacy, previ-
ous assignment, language fluency). Shaffer, Harrison, and Gilley (1999) have subsequently 
extended this model by adding the category of positional factors. Meanwhile, McEvoy and 
Parker (1995) have defined three categories: individual factors (e.g., prior international experi-
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ence, motivation to go abroad, pre-departure knowledge of the host country), organizational 
factors (e.g., compensation and benefits, repatriation/career practices, length of assignment), 
and environmental factors (i.e., urban/rural location, family/spouse adaption, culture novelty). In 
contrast, Jordan and Cartwright (1998) have made the distinction between personality charac-
teristics and managerial competencies to mark the dimensions of expatriate success.
Despite its increasing number, previous research on antecedents of expatriate success has 
suffered from various deficiencies. As may be evident from the instances above, one deficiency 
is that there is significant overlap among the antecedents of expatriate success identified by 
different researchers, making the list of antecedents inconsistent. Following Jordan and Cart-
wright (1998), one reason for this overlap may be that there are only small differences in the 
meaning of the terminology used by different frameworks. Another reason for the lack of con-
sistency on the long list of antecedents of expatriate success may be the lack of consensus on 
the outcome measure, which is the view put forward by Shaffer, Harrison, Gregersen, and Fer-
zandi (2006). The above mentioned antecedents refer to different outcome measures of 
expatriate success including adjustment, premature return, and individual job performance 
(IJP). Out of such different outcome measures, previous research on expatriates, stemming 
from the work of Black et al. (1991), mostly relies on adjustment as the outcome measure of 
expatriate success (Bhaskar-Shrinivas, Shaffer, and Luk, 2005). While adjustment may affect job 
performance, it does not guarantee that an assignment will be successful. The limited amount 
of empirical research that focuses on the relationship between adjustment and job performance 
suggests that while work-adjustment has a positive relationship with self-reported work perfor-
mance, general adjustment either relates negatively, or does not relate at all, with task and 
contextual performance (Kraimer, Wayne, and Jaworski, 2001; McEvoy and Parker, 1995). Simi-
larly, the use of premature return has been deemed inadequate as an outcome measure 
(Harzing, 1995) on the grounds that, even if an expatriate has completed the term of his/her 
assignment, it does not necessarily mean that he/she performed successfully. It is due to these 
perceived anomalies that an increasing number of researchers have pointed out the need for 
systematic empirical research that uses expatriate’s job performance as the outcome measure 
of expatriate success (Holopainen and Bjorkman, 2005; Mol et al., 2005; Shaffer et al., 2006; Shay 
and Baack, 2004). Finally, as previously mentioned, very few studies employ samples from Japa-
nese nationalities in their empirical research (e.g., Black, 1990; Nicholson and Imaizumi, 1993; 
Takeuchi, Yun, and Russell, 2002). The over representation of samples from the U.S. and West-
ern European countries raises the question of validity and generalizability of the presently 
available findings to other global regions.
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However, for the purpose of this study, worthy of note is the fact that, in all cases, individ-
ual and non-work related differences are considered to be crucial to understand the success of 
overseas assignments.
2.2  Selection Criteria for Expatriates
A large number of individual antecedents of expatriates success described in the previous 
section are in part within the control of the company through its selection process. Therefore, 
the criteria a MNC uses for selecting its expatriates influences assignees’ performance to a 
large extent (Black et al., 1999; Briscoe and Schuler, 2004; Pucik and Saba, 1998). These criteria 
include many components such as work-related skills, willingness to work abroad, language 
competencies, human relation skills, prior performance appraisal, prior international experi-
ences, family situation, gender, or career development (c.f., Briscoe and Schuler, 2004). However, 
despite the large list of characteristics of successful expatriates, previous research has identi-
fied technical skills as the most commonly used criterion for the selection of expatriates 
(Fukuda and Chu, 1994; Suutari and Brewster, 2001; Tung, 1982). On the other hand, existing 
research suggests that the extent of using the above criteria varies among geographic regions. 
As such, Black et al., (1999) argue that Japanese firms are less strategic and systematic in 
selecting expatriates compared to Western-European and Scandinavian firms. They point out 
that Japanese firms rely less on family related factors when selecting candidates for global 
assignment compared to European firms. In addition, they observe that spouses are never 
interviewed, and that personality and skill tests are not employed during the selection process. 
Instead, Japanese firms are observed to place more emphasis on language skills compared to 
U.S. firms.
In this study the author undertook the challenge to examine a number of individual (i.e., 
previous overseas assignments, local and English language proficiency, pre-departure willing-
ness to work in the country of assignment) and non-work related (i.e., family situation of 
relocate to overseas with family vs. relocate to overseas alone) differences particularly relevant 
to expatriates’ selection process in a less researched context, namely, Japanese expatriate man-
agers in Japanese subsidiaries in ASEAN countries. The author also made an attempt to bring 
about empirical evidence for their relevance to predict expatriates’ job performance.
3. HYPOTHESES
Building on previous research, hypotheses on the relationship between certain personal 
attributes (i.e., individual characteristics and family situation) and expatriate job performance 
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are formulated and consequently tested in the following sections.
3.1  Previous Overseas Assignments
Those individuals who have been working overseas are expected to have familiarity with 
difficulties of working in a different cultural context (Selmer, 2002) and realistic expectations 
from the host-country (Black et al., 1991), both of which can ease their adjustment to that coun-
try. Past research suggests that previous overseas assignments positively influence various 
modes of adjustment (Bhaskar-Shrinivas et al., 2005; Black et al., 1991; Shaffer et al., 1999) and 
job performance (Holopainen and Bjorkman, 2005). Nevertheless, there is also research evidence 
that indicates the contrary. Nicholson and Imaizumi (1993) found that previous overseas experi-
ences failed to predict adjustment. Similarly, Mol et al.’s (2005) meta-analytical results showed 
that previous overseas experience was not significantly related to expatriate job performance. 
Despite the inconsistency of the research evidence, the author predicted:
Hypothesis 1. Previous overseas assignments have a positive relationship with individual job 
performance.
3.2  Local and English Language Proficiency
Ability to communicate with host country nationals is considered a crucial factor to job 
performance (Oddou and Mendenhall, 1991). Language proficiency enables the expatriates to 
communicate with host nationals, understand the dynamics of the host country, and learn 
work-related and interpersonal communication norms, which in turn has a direct effect on their 
adjustment (Shaffer et al., 1999; Takeuchi et al., 2002). While English has become a global lan-
guage and is widely used in the work place, working knowledge of the local language is 
considered an advantage in enhancing business relationships (Briscoe and Schuler, 2004). Sup-
porting this argument, Mol et al. (2005), in their meta-analysis, found that local language ability 
is significantly related to expatriate job performance. In line with such positive views on the 
knowledge of local and English language, the author predicted:
Hypothesis 2a. Host country language proficiency has a positive relationship with individual 
job performance.
Hypothesis 2b. English language proficiency has a positive relationship with individual job 
performance.
3.3  Pre-departure Willingness to Work in the Country of Assignment
Pre-departure willingness to work in a particular location may suggest that the expatriate 
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has knowledge of the host country culture, an important factor to enhance adjustment (Takeu-
chi et al., 2002; Tung, 1988). Black (1990) found that the degree of intercultural adjustment, 
which refers to psychological comfort with various aspects of the host country, is positively 
influenced by the motivation to go abroad. Similarly, Nicholson and Imaizumi (1993) found that 
pre-departure positive feelings is a predictor of general adjustment to the host country, which 
has been linked to improved expatriate performance. In addition, self-selection is recommended 
as very effective when selecting candidates for overseas assignments (Caligiuri, Tarique and 
Jacobs, 2009). Based on these considerations, the author predicted:
Hypothesis 3. Pre-departure willingness to work in the country of assignment has a positive 
relationship with subsequent individual job performance.
3.4  Family Situation
An international assignment may create a large number of problems for family members 
whether they follow the expatriate overseas or stay in the home-country. Past research has 
mainly focused on the relocation impact of the former category. Reestablishment of the social 
network, education of children, and the career of the accompanying spouse in the case of dual-
career couples are some of the most frequent problems encountered by expatriate’s family 
members (Black et al. 1999; Fukuda and Chu, 1994). Spouse and family adjustment has been 
tested to be positively related to expatriate adjustment and general well being (Arthur and 
Bennett, 1995; Black et al., 1991; Shaffer et al., 1999), and spouses’ inability to adjust to the new 
environment is identified as one of the most mentioned reasons for the failure of the assign-
ment (Black and Stephens, 1989; Tung, 1982). Similarly, Fukuda and Chu (1994) found that the 
inability of the family to adapt to the foreign environment and the resulting pressure imposed 
upon the expatriate him/herself is the most important factor for the failure of Japanese expa-
triates in Hong Kong and Taiwan. Nicholson and Imaizumi (1993) found that living with one’s 
family is an important predictor of general adjustment of Japanese expatriates in U.K., but it 
does not predict work and interaction adjustment. In Japan, the relocation decision is made by 
men and the effect of the assignment on their family members is not considered relevant (Black 
et al., 1999; Fukuda and Chu, 1994). As a consequence, spouses are never interviewed and are 
seldomly part of the pre-departure training, which in turn, as argued by Black and Stephens 
(1989), negatively affects the subsequent adjustment of the whole family. With regard to the 
category of families which stay in the home-country, mainly because of education problems, 
most mothers choose to stay in, or return to, Japan with their children. Fukuda and Chu (1994) 
argue that physical separation creates stress and may lead to family breakup. To find out 
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whether expatriates of this category would perform better or worse than their counterparts, 
the author has formulated the following hypothesis:
Hypothesis 4. Expatriates who relocate overseas with their family perform inferiorly to those 
who are single/married but relocate overseas alone.
Figure 1 provides the framework for all the hypothesized relationships.
Figure 1  Study model
Non-work factors
-Family situation 
(relocating to overseas with family vs. 







-Pre-departure willingness to work in 
the country of assignment
4. THE RESEARCH STUDY
4.1  Motivation and Scope of the Study
The concern pertaining to the applicability of previous findings from U.S. or European 
expatriate samples to other countries with distinct social, cultural and economic contexts has 
been constantly raised by previous research. As such, this study aimed to provide complemen-
tary empirical evidence regarding the predictors of expatriate success in a less researched 
context, namely, Japanese manager expatriates in six major ASEAN countries. Furthermore, 
while adjustment related to the assignment is of interest, and thus worthy of investigation, the 
author has chosen to focus on measurement and analysis of expatriate’s job performance. Par-
ticipants in this study were asked to fill out a questionnaire survey. The areas of inquiry 
included items on overseas assignment competencies, individual job performance, managerial 
rank, type of assignment, and demographic information about the respondents and the com-
pany. It is to be noted that variables included in this study are a subset of the larger data base 
which was created with the aim to understand Japanese expatriate effectiveness in Asia.
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4.2  The Sample
This study focused on Japanese expatriates working at Japanese subsidiaries in six major 
ASEAN countries. The reason for this choice is that ASEAN six majors is the largest recipient 
of Japan’s foreign direct investment (FDI) in Asia with 40% share in FY 2010 (JETRO, 2011). 
As a consequence, a large number of Japanese MNCs and expatriates are located in this region. 
According to the Japanese Ministry of Foreign Affairs’ (MOFA) Annual Report of Statistics on 
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Japanese Nationals Overseas, for FY 2010, 50, 663 nationals, who constitute 22% of the total 
number of Japanese nationals working overseas, were reported to be working in six major 
ASEAN countries.
Questionnaire respondents comprised of 435 expatriate managers working at 37 Japanese 
subsidiaries in Singapore, Malaysia, Philippines, Thailand, Vietnam, and Indonesia. Average 
time lapsed for the respondents’ current assignment at the time they responded to the survey 
was 33 months (range: one to 261 months). Sample characteristics are shown in Table 1.
4.3  Procedures
Data was collected via survey administered as part of the research program “Development 
of Overseas Executives” implemented by Waseda University Consortium. The survey was con-
ducted during the period June-September 2009. Japanese expatriates completed a questionnaire 
distributed by local human resources (HR) department staff in booklet form or by email attach-
ment. Questionnaires were either collected by local HR staff and returned by post, or they 
were emailed by respondents directly to the Waseda program office. In total, four hundred 
fifty-six (456) questionnaires were collected, yielding a response rate of 67 percent. Out of the 
questionnaires returned 21 were considered incomplete and 435 samples were analyzed.
4.4  Measures
4.4.1  Dependent variable
Self-rated Individual Job Performance (IJP) : Individual job performance was measured 
using six questions adopted by the Japan Institute for Labor Policy and Training (JILPT). Using 
a five-point Likert-type scale ranging from 1 = “much lower” to 5 = “much higher”, respondents 
were asked to compare their own performance on the current assignment with that of their 
predecessor, with other Japanese colleagues working both locally and in Japan, and also with 
local managers. An additional comparison was made with his/her own performance immedi-
ately before their current assignment. Assignees could also choose the option of scale 6 = 
“nobody to compare with”, when there was no predecessor. Initially, it was intended to operate 
with a 6-items scale. However, during the data analysis it was observed that the number of 
respondents who chose “nobody to compare with” was very high for some of the items. In 
order to increase the number of valid cases for the subject of the analysis, in the end, only 3 
items were operationalized. The reliability of the individual job performance scale was Cron-
bach’s alpha = 0.72.
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4.4.2  Independent variables
Previous overseas assignments was operationalized as a dummy variable, where the vari-
able had a value of “1” if the expatriate had previous overseas assignments experience. 
Language ability was measured by asking the respondents to rate their English and local lan-
guage ability on a five-point, Likert-type scale ranging from 1 = “can’t speak” to 5 = “fluent”. 
Pre-departure willingness to work in the country of assignment was measured by asking the 
respondents to report the degree of their willingness to work in the current location prior to 
their departure in a scale ranging from 1 = “didn’t want at all” to 5 = “strongly wanted”. Fam-
ily situation was operationalized as a dummy variable. The category of “relocating to overseas 
alone” was used as a base category and coded with “0”. The other category was “relocating to 
overseas with family”.
4.4.3  Control variables
Control variables included the age of expatriate, their tenure in current assignment, and 
the country of assignment. Age categories were coded as dummy variables, and the base cate-
gory was 40-44 years old. The four other categories were: under 35 years old, 35-39 years old, 
45-49 years old and over 50 years old. Tenure in current assignment was measured in months. 
As for the countries of assignment, the country with the largest number of samples, in this 
case Thailand was used as the base category and coded with “0”.
4.5  Statistical Analysis
The analytic tool employed for this study was multiple regression analysis. Since 67 cases 
out of 435 contained missing values, the analysis was performed for n=368 cases.
5. RESULTS
Basic statistics for all the variables used in the analysis are shown in Table 2, along with 
the correlation matrix. The only individual characteristic that was not significantly related to 
IJP was local language proficiency. Family situation was not correlated with IJP. Of the control 
variables, age category of 45-49 years old, tenure in current assignment, and two specific coun-
tries of assignment (i.e., Vietnam and Indonesia) correlated significantly with IJP.
To test the hypotheses further, a multiple regression analysis was carried out. The results 
of the analysis are shown in Table 3. Previous overseas assignments showed a positive relation-
ship with IJP (p<.05). Hypothesis 1 was therefore supported. English language proficiency 
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there was no relationship between local language proficiency and IJP (p>.1). Therefore Hypoth-
esis 2a was not supported, whilst Hypothesis 2b was supported. Pre-departure willingness to 
work in the country of assignment showed a strong relationship with IJP (p<.01), and thus sup-
porting Hypothesis 3. On the other hand, family situation was not related with IJP (p>.1). 
Hence, Hypothesis 4 was not supported. With regard to the control variables, both age cate-
gory of 45-49 years old and tenure in current assignment showed a positive relationship with 
IJP (p<.05 and p<.01 respectively). Country of assignment showed a positive relation with expa-
triate performance in the case of Vietnam (p<.05) and a negative relationship in the case of 
Malaysia (p<.1).
6. DISCUSSION
Overall, the results provide partial support for the hypothesized influence of individual and 
non-work related differences on expatriates’ job performance. The results indicate the impor-
tance of having previous overseas assignments experience on expatriates’ job performance. 
However, considering the conflicting findings of past research, it is overly simplistic to suggest 
merely that previous overseas work experience is positively related with job performance. For 
instance, experience in the same host country may have a more significant effect on interaction 
Table 3  Results of Multiple Regression Analyses for Individual Job Performance
Total sample
Variables B SE B beta
Under 35 -0.08 0.11 -0.04
35-39 0.02 0.09 0.01
45-49 0.20 0.09 0.12*
Over 50 0.13 0.10 0.08
Tenure in current assignment 0.01 0.00 0.32**
Singapore -0.11 0.14 -0.04
Malaysia -0.27 0.15 -0.09†
Philippines 0.18 0.12 0.08
Vietnam 0.18 0.09 0.11*
Indonesia -0.13 0.09 -0.07
Previous overseas assignments 0.14 0.07 0.11*
Local language fluency -0.01 0.04 -0.01
English language fluency 0.10 0.04 0.15**
Willingness to work in current loc. 0.08 0.03 0.14**




Notes: **p<.01, *p<.05, †p<.1
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adjustment by enabling the expatriates to have a more realistic view about work and interac-
tion with local people (Takeuchi, Tusluk, Yun, and Lepak, 2005). Furthermore, Nicholson and 
Imaizumi (1993) argue that it is not the quantity of time in a foreign country per se, but per-
haps the quality of the expatriate experience that deserves more attention. Thus, these other 
aspects of previous overseas assignments should be taken into account as well, when exploring 
its effect on expatriate’s job performance.
The findings indicate that English language proficiency has a strong relationship with an 
expatriate’s job performance. The findings indicate, however, that the relationship between 
local language proficiency and an expatriate’s job performance is not significant. This result is 
inconsistent with the meta-analytical results of Mol et al. (2005) in which local language profi-
ciency was related to an expatriate’s job performance. One explanation for this inconsistency 
might be that English is a working language in a large part of MNCs, as well as being widely 
spoken among locals in most of the host countries included in this study. This makes it possible 
that both expatriates and host country nationals communicate in English in the work place, 
resulting in the lack of relation between local language proficiency and expatriate’s job perfor-
mance.
The results indicate that willingness to work in the country of assignment has a strong 
positive influence on expatriate performance. Having genuine interest in a particular country 
may suggest that the expatriate already possesses some information about the local culture, 
and that he/she is more curious about, and interested in, communicating and interacting with 
local people, both of which may facilitate the expatriate’s general adjustment.
With regard to family situation, the results indicate that relocating overseas accompanied 
by family members does not predict inferior job performance when compared with those relo-
cating alone. As argued earlier in section 3.4, Japanese companies largely disregard the role of 
the spouse and the potential influence of the family members on the decision-making process 
on, and the subsequent success of, the overseas assignments. The roles relative to work and 
family are clearly delineated according to gender: The man works and makes money, while the 
wife stays at home and takes care of the children. Therefore, a spouse’s willingness to relocate 
and her career issues are less problematic compared to the U.S. and European companies. An 
alternative explanation for the present findings on family situation could be made with regard 
to the close geographical distance between Japan and ASEAN countries. Relocating to a coun-
try relatively close to Japan can make it more financially and logistically possible for the 
expatriate’s family members to go back and forth between Japan and the host country, while 
simultaneously enabling parents and relatives to visit them in the host country. While the cul-
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tural context and socio-economic circumstances in Japan are different from ASEAN countries, 
some elements of Japanese culture and Japanese food are very popular in this region, which 
may moderate the general adjustment of the expatriates’ family members in the host country 
and so minimize the impact of family situation on performance success.
This study has some limitations, and as such, findings must be considered with caution. 
The fact that self-rated performance was used presents the problem of single source bias. 
While generating expatriate performance measures from multiple sources may minimize this 
problem, in practice, this is not an easy task. Many expatriates either have multiple supervisors 
or have no supervisor at the local subsidiary that they are assigned with. Very often expatriate 
performance is measured by a manager in Japan, or in some cases, the expatriates do not even 
know which manager will appraise their performance. To reduce bias, following Latham and 
Wexley’s (1994) recommendation, respondents in this study were asked to rate themselves rela-
tive to other reference groups. Doing so was to retain some objectivity. To provide additional 
support to this strategy, a recent meta-analytical study by Mol et al. (2005) also showed that 
“expatriates are not prone to a defensiveness that would lead them to inflate their self-perfor-
mance” (p. 613). Another limitation of this study is that the author presumed a direct 
relationship between independent variables and individual job performance. It would also be 
useful to explore the factors that may mediate or moderate the relationship. Further, only a 
limited number of individual and non-work antecedents of assignment success were examined 
and controlled in this study. Nevertheless, including more variables was beyond the scope of 
this study, and the limitations just mentioned provide directions for future research.
7. IMPLICATIONS
By investigating Japanese expatriate managers in six major ASEAN countries, this study 
extends existing research and provides complementary and empirical evidence for the relation-
ship between expatriates’ individual and non-work related differences deemed relevant to 
selection process and expatriates’ job performance. The results indicate that some relationships 
suggested by existing expatriate management literature are also applicable to Japanese expa-
triates based in ASEAN countries, while others are not. This provides encouragement for 
Japanese MNCs to be more confident in making their decisions based on empirical findings 
using Japanese data rather than on generalized results of research conducted in other coun-
tries when selecting expatriates.
Antecedents of overseas assignment success included in this study are all in part within 
the control of the company through the selection process. Therefore, the findings provide direct 
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practical implications on the selection criteria and tools that Japanese MNC have to apply in 
order to increase the success of their expatriates in six major ASEAN countries. First of all, 
when Japanese companies select expatriates, English language proficiency should be a criterion 
based on which potential assignees are screened. Language competency is reported to be an 
important criterion for selection of expatriates in Japanese MNCs (Black et al., 1999). However, 
communication problems between Japanese managers and local staff have still been indicated 
as the most serious management issue in Japanese subsidiaries in Asia (Shiraki, 2002). Because 
of the difficulty of learning a local language in a short time and the fact that many managers in 
Japan struggle with English, it is recommended that companies track qualified employees who 
already have appropriate local/English language proficiency. Even if local staff can speak Japa-
nese, possessing adequate local/English language proficiency may help expatriates to adjust 
and perform better as this enables them to interact and gather more information from other 
local people. Most Japanese companies use TOEIC (Test of English for International Communi-
cation) as a tool for the selection of expatriates and minimum score required is very often set 
at around 700 points. However, considering the importance of English proficiency, it may be 
suggested that Japanese companies increase the minimum score required or employ tests that 
do not use standardized multiple-choice but place emphasis on a more practical use of English.
The expatriate’s motivation for seeking and accepting the overseas assignment is another 
important factor to consider in the selection process. Willingness to work in a specific location 
is not equivalent with willingness to work in every location. Follow-up interviews with some of 
the expatriates who participated in this research revealed that minimum requirement to be up 
for the selection of Japanese expatriates is as vague as ‘having interest to work overseas’, with-
out any concrete idea as to where they want to go and work or why they want to go overseas. 
Considering the above, it may be suggested that Japanese organizations need to pay careful 
attention to the nature of pre-departure willingness, and use it appropriately as a screening cri-
terion.
In addition, the current practice of preferring employees with previous overseas assign-
ments needs careful scrutiny. In order to reduce the risk of failure, organizations tend to prefer 
employees with previous overseas assignments. While the results of this study suggest that the 
previous overseas assignments may predict better job performance, existing research indicates 
that the quality of the overseas experiences or previous experiences in the country of assign-
ment should be prioritized rather than the frequency and length of the overseas assignments. 
Accordingly, organizations should keep track of expatriates’ overall overseas experience, and 
use this information during the screening of candidates for the consecutive overseas assign-
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The purpose of this study was to examine a number of individual and non-work related 
differences relevant to Japanese expatriate managers’ selection process and offer empirical evi-
dence for their relevance in predicting expatriates’ job performance. The results suggest that a 
successful Japanese expatriate manager in six major ASEAN countries must have appropriate 
English language proficiency, and have a genuine interest for leaving and working in the coun-
try of assignment. A previous overseas assignment is another factor that may contribute to 
superior performance upon assigned overseas. In contrast, local language proficiency and fam-
ily situations are not predictors of expatriate success. The results provide empirical support for 
Japanese MNCs in regard to what selection criteria and tools they have to apply in order to 
increase the success rate of their expatriates in ASEAN countries. The results also suggest 
that a strategic approach to expatriate selection is imperative to meet the strategic objectives 
of the MNCs. Nevertheless, future studies that include larger samples in other regions need to 
be conducted in order to replicate and expand upon the present findings.
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